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Introduction  
Diversity is a hot topic in the library world. Its definition includes variations 
among racial and ethnic groups, gender, sexual orientation, ability, language, religious 
belief, national origin, age, and ideas (Anaya, 2007). Special care and attention have been 
given to diversity and the way it impacts patrons and professionals in the field. For 
example, professional organizations have created programs with the intention of 
attracting, recruiting, and retaining people from diverse backgrounds. In 2018, the 
American Library Association (ALA) celebrated 20 years of the Spectrum Scholarship 
Program. The Association of Research Libraries (ARL) currently supports three main 
Diversity, Equity and Inclusion Programs: the Fellowship for Digital and Inclusive 
Excellence; the ARL/SAA Mosaic Program; and the Initiative to Recruit a Diverse 
Workforce (IRDW). Diversity committees are formed in professional organizations and 
in individual libraries as well. 
One way for an organization to focus its efforts is to write a diversity statement 
intended “to supplement a mission statement by articulating a commitment to diversity” 
(Mestre, 2011). Ideally, Diversity Statement act to keep diversity at the forefront and lets 
the public know the reasons the library values diversity. It also provides a tool for holding 
individuals in leadership positions accountable. In 2017, ARL released SPEC Kit 356, 
Diversity and Inclusion. SPEC Kits include survey results, representative documents, and 
selected resources related to the topic on which it focuses. SPEC Kit 356 is an 
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exploration on how diversity plans of ARL libraries have changed since the last SPEC 
Kit in 2010. As far as I can tell, however, there are no guidelines, suggestions, or best 
practices for crafting a diversity statement available from professional library 
organizations, and there has not been an analysis on the content of library diversity 
statements. Therefore, libraries could benefit from an assessment of the state of current 
Diversity Statements. Like the results of the SPEC Kits, an assessment would shed light 
on strengths and places for improvement. 
Literature Review 
1.1 The Call for Diversity and Inclusion in Academic Libraries 
As the topic of diversity, equity, and inclusion in libraries has increased, so too has 
the amount of research literature. Diversity in academic libraries is an active subset of the 
literature. The Association of Research Libraries (ARL), the majority of whose members 
are academic libraries (Roebuck), is actively investigating the progress of their member 
libraries in recruiting and retaining a diverse workforce. The results of their first study 
were published in 1990 in SPEC Kit 165 Cultural Diversity Programming in ARL 
Libraries and SPEC Kit 167 Minority Recruitment and Retention in ARL Libraries. 
However, it was not until 20 years later that the next study was published, SPEC Kit 319 
Diversity Plans and Programs (2010). The fourth study was published in 2017: SPEC Kit 
356 Diversity and Inclusion. The time between studies has been cut by more than half, 
indicating that the importance of this work is increasing. The purpose of this latest survey 
was “identifying diversity trends and changes in managing diversity issues in ARL 
Libraries.” They surveyed Diversity Plans, programs to promote an inclusive workplace, 
recruitment strategies, and ways in which diversity and inclusion was evaluated in order 
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to ascertain the changes in Diversity Initiatives and Programs since the last SPEC Kit in 
2010. 
 The studies found that there had been an expansion in the definition and scope of 
diversity and in the methods enacted to support marginalized groups: mentoring and 
residency programs, professional development and staff training, and an abundance of 
scholarly discourse - conversations and panels at conferences and continued engagement 
in social networks and social media. However, the ARL reports that there is more work to 
be done, not just at an institutional level, but in the library profession as a whole. 
Furthermore, there is recognition that diversity needs to be included in the education 
of the next generation of librarians. Dali and Caidi (2017) call for “integral diversity” and 
“diversity by design.” Rather than being limited to one course or even a single day of 
discussion in a class, diversity should be built seamlessly into every aspect of the 
classroom. In order to integrate diversity seamlessly, Library and Information Science 
(LIS) courses themselves should be designed with diversity in mind. Not only do faculty 
like Dali and Caidi recognize this need, but students do as well. Three students at the 
University of North Carolina at Chapel Hill’s (UNC-CH) School of Information and 
Library Science (SILS) have written master’s papers on diversity. Allison Rainey (2008) 
examined the impact of organizational diversity, focusing particularly on the library 
science profession. Barrye Brown (2014) examined diversity initiatives at SILS. Stephen 
Krueger (2017) assessed the diversity and inclusion education available to students by 
examining SILS course syllabi. Students who experience the integration of diversity in 
their courses will have the opportunity to leave the classroom with diversity integrated in 
 6 
their thought processes and practices, and will presumably be able to incorporate it in 
their careers as librarians. 
1.2 Mission and Diversity Statements 
Crafting a Diversity Statement is one way that libraries begin to think about and 
work toward diversity. A Diversity Statement is a type of Mission Statement document 
(Merkl, 2012; Mestre, 2011) that focuses on diversity. There is very little literature on 
Diversity Statements specifically, so researchers have used literature on Mission 
Statements to contextualize and study Diversity Statements because of the functional 
similarities between the two.  
Mission Statements describe the why of an organization. They are formal documents 
that describe the here and now, reflect realities, and articulate the organizations 
contribution, purpose, philosophy, and values (Kreitz, 2008; Merkl, 2012). They are 
different from, though parallel to, Vision Statements which articulate aspirations and 
describe the future of the organization. Diversity Statements often originate from Mission 
Statements and supplement them by focusing on the organization’s contribution and 
commitment to diversity.  
When used internally, mission statements help establish direction for institutions in 
formulating strategies and foster “unity of purpose and team spirit” (Sidhu, 2003). 
Diversity Statements can be used as a working definition as individuals in the 
organization work to accomplish initiatives related to diversity (Mestre, 2011). They can 
be used to keep diversity at the forefront, and provide an avenue to diversity by design.  
Diversity statements can do further work when they are externally visible. When 
displayed, for example on websites, they show and tell exactly why an organization 
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values diversity and multiculturalism. The organization is seen more positively than those 
that don’t display their statements (Mestre, 2011; Stephens, 2017). Visible Diversity 
Statements can also act as a tool to hold individuals in leadership positions accountable 
for addressing issues of diversity, and provide a way for those who feel marginalized to 
voice their concerns (Merkl, 2012; Mestre, 2011). Finally, they can be a powerful tool for 
disrupting inequality when well fleshed out and fully disseminated. (Merkl, 2012). 
 Diversity Statements do have their limitations. Merkl identified four possible 
limitations for University Diversity Statements. First, Statements that contain more 
sincerity claims (claims from the heart) than veracity claims (claims of truth or fact) lose 
the ability to create a sense of common purpose and direction, and vision.  Second, 
ascribing agency to the University as a social actor, rather than staff, faculty, or students, 
can result in the concealment of who, or what body, determined the mission; dependency 
on the University to provide actions or qualities that seemingly only the University can 
provide; and the University becoming the provider of service rather than service as a part 
of the mission. Third, disconnect between University activities and the Diversity 
Statement which decreases the power of the Diversity Statement because it should guide 
decision-making. Fourth, inadequate dissemination on websites, resulting in less 
accountability. 
Carnes, Fine & Sheridan (2019) define three more pitfalls Diversity Statements can 
bear. Statements that are more declarative than aspirational may lead to members of the 
organization believing that diversity goals have already been achieved. If diversity 
statements are too controlling, it can backlash because members can feel “forced” 
towards diversity. Statements that emphasize personal autonomy and choice in promoting 
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diversity are more easily adopted. Finally statements that colorblind, or value equality are 
perceived as more biased than Statements that are multicultural, or value differences. 
1.3 Examining Content of Diversity Statements 
I have not found a study on examining library diversity statements specifically, 
but I have found three studies that examine diversity in official statements. Lori S. Mestre 
(2011) examined the visibility of diversity within the library websites of ARL members.  
While ARL provides a good model for highlighting diversity, Meste’s study showed that 
few of the ARL libraries highlighted diversity information on their websites. Using 
content analysis, Mestre examined the 107 ARL libraries in the U.S. She searched for 
instances of racial or ethnic diversity across each website including: contact person 
related to diversity; designated web page for diversity efforts; diversity included in a 
vision statement, a mission, values statement, and strategic plan; diversity plan; diversity 
statement; and diversity committee. She also kept track of how long it took her to find the 
information.  
Mestre found that 27% (n=29) had no mention of diversity on their website and 
only two items were available in over a quarter of the libraries – diversity included in a 
strategic plan (37%, n=39) and diversity included in a values statement (27%, n=29). 
13% (n=14) of libraries had a separate diversity statement on their website. Mestre 
concluded that “less than one quarter of the libraries actively reflect diversity on their 
pages.”  
 This study was very broad, looking for any evidence of diversity across the whole 
website. The study suggests that only a few of the ARL libraries are promoting and 
discussing diversity on their publicly facing websites. Even if they are actively working 
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towards diversity with initiatives, they are not publicizing initiatives in ways that can 
reach a wide audience. 
 Wilson, Meyer, and McNeal (2011) examined the Mission Statements found on 
the websites of 80 public higher education institutions, then also looked at other official 
statements including Diversity Statements, Diversity Plans or Policies, and statements by 
college administrators. Although they did not evaluate how easy or difficult it was to find 
statements, they did conduct a thematic level of analysis derived from words in the 
mission statements. They attempted to go beyond the mere visibility and availability of 
the statements and toward understanding what mission statements tend to say about 
diversity. 
When diversity was found, Wilson et al. were able to group them into two main 
areas: “population demographics (the racial or ethnic composition of the potential and 
current student population) and cultural validity (the importance of incorporating various 
cultures within the campus community). Of the 80 institutions, 59 (75%) referred to 
diversity in their statements. 63% of them related to changing demographics and 55% 
related to cultural diversity. Less than 10% included reference to both demographic and 
cultural diversity, so the majority tended to focus on one category or the other.  
As for the additional mission statements, 52 (65%) of the 80 institutions had other 
statements on diversity but only 18 (23%) were official institutional diversity statements. 
Some were found embedded within institutional strategic plans. 12% had a separate 
diversity plan. 
Wilson et al. concluded that 25%-35% of institutions do not include diversity 
issues in their primary documents, which is disappointing if diversity is essential to 
 10 
higher education institutions. They also implied that “reasons for acknowledging and 
expressing a commitment to diversity seem to focus on diversity as an integration of 
‘others’ rather than a transformation of us all” (emphasis in original). “Might it be better 
and more ethically responsible to seek language that better captures equity rather than 
difference.” 
 This study examined diversity in official documents of colleges and universities, 
but not in libraries specifically. Wilson et al. did look closer at what the statements said, 
but did not look into how people interpret, use, or respond to the statements. 
Disseminating and making available and visible is one aspect, but examining the actual 
content is a deeper level of analysis. When thematic content of the statements is 
examined, one can make inferences on how effective and useful the statement can be. 
 The third study was conducted by Linda Merkl (2012) and is the most in-depth. 
Merkl investigated if diversity statements aid in maintaining or disrupting inequality in 
the university. In doing so, she analyzed the thematic and functional content of university 
diversity statements. Merkl focused on colleges and universities identified as Land-Grant 
HWI universities. She ended up with eleven Diversity Statements and coded them for 
themes, functions, and potential limitations. She also compared each Diversity Statement 
to the University’s Mission Statement for continuity between the two. She assessed the 
climate of the universities by collecting demographic information and evaluating website 
pictures. After that, she conducted an in-depth, comparative case study between four of 
the eleven institutions. Merkl concluded that Diversity Statements can be a powerful tool 
in disrupting inequality, but institutions must be aware of power relations and possible 
weaknesses of their statements. She offers a framework for institutions to help them craft 
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influential and strong Diversity Statements, and to make sure those statements are 
disseminated effectively.  
 Each of these studies becomes more detailed in identifying the themes, functions, 
and limitations of diversity statements, but no research has focused specifically on the 
content of Diversity Statements in academic libraries. Such an examination could indicate 
the current focus and mindset of university libraries in terms of diversity. Like the ARL 
SPEC Kits, it could also show progression over the years since Mestre’s study in 2011. 
 
Research Question 
 Which of the themes of university diversity statements (Merkl 2012) are evident 
in Diversity Statements of university libraries at schools with an ALA accredited program 
in Library and Information Studies? 
 
Research Methods 
1.4 Introduction 
A mixed method content analysis was conducted on academic library Diversity 
Statements. Content analysis produces reliable and valid descriptions, inferences, or 
predictions by examining meaningful texts for the presence of words, concepts, phrases, 
themes, etc. The method has a long history of use in communication (Neuendorf, 2002) 
and has been utilized widely in fields such as journalism, sociology, psychology, 
business, anthropology, and history (Krippendorff, 2004; Neuendorf, 2002). As a highly 
flexible method, it has also been applied in library and information science research 
(White & Marsh, 2006). 
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1.5 Data Collection 
The population of this study is Diversity Statements issued by university libraries 
at institutions with library and information studies programs. For the purposes of this 
study, anything on a diversity, equity, and/or inclusion webpage for the library was 
counted as a Diversity Statement.  
Sample 
The sample from this population is inclusive of all institutional libraries listed on 
the Directory of ALA-Accredited and Candidate Programs in Library and Information 
Studies, accessed through the American Library Association (ALA) website1 (regardless 
of accreditation status). As of January 16th, 2019, the ALA directory listed 61 university 
programs (see Appendix A). 
I downloaded the sample of diversity statements from university websites 
between January 15th and 16th, 2019. I began with an initial Google search for the phrase 
“[university name] library diversity statement.” Based on those results, I chose results 
within the university library domain or website. When that did not reveal a diversity 
statement, I searched the university library’s webpage, starting with the homepage. I 
looked in “About” tabs, and for mission/vision/values statement tabs and policy tabs, if 
available. If there was an internal search bar, I searched the library’s website, using 
“diversity” as a keyword. Each library was listed in an Excel spreadsheet with a code 
name based on the letters of the alphabet (University A, University B, etc.) to combat 
researcher bias, and when a statement was found, I put the link to the page in the 
                                                 
1 http://www.ala.org/educationcareers/accreditedprograms/directory 
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spreadsheet. Out of the 61 university libraries, 17 had Diversity Statements available 
online. Once all the statements were collected, I copied and pasted each statement into a 
single Word document, with each statement as its own page(s). Finally, I printed the 
document out so that I could hand-code the physical copy. 
 
1.6 Data Analysis 
I coded my sample for the common themes of Diversity Statements as identified 
by Linda Merkl (2012) (see Table I for themes).  Merkl developed this coding scheme in 
a qualitative content analysis of 11 University Diversity Statements. Because a Library 
Diversity Statement should function like any other Diversity Statement, but apply 
specifically to the library, I adapted Merkl’s coding scheme by substituting instances of 
“university” with “library.” A number of strong emergent themes specific to Library 
Diversity Statements became apparent during the coding process. Those codes were 
included and indicated in Table I with an asterisk. I used an Excel spreadsheet to keep 
track of what was found in each statement. The following table has been adapted and my 
additions have an asterisk next to them. 
 
Table I: Common Themes Within Diversity Statements 
Diversity  
Identification of Diversity Describes how the library interprets the 
term ‘diversity’ 
Categories of Diversity  Identifies those categories of people 
identified as divers 
Reasons for Diversity  
    Positive Consequences Classifies the positive benefits of 
experiencing/interacting with Diversity 
    Avoidance of negative consequences Identifies the necessity of Diversity to 
ensure a better future 
    A value of the Library* A stated value of the Library 
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    A value of the University A stated value of the University 
    Achievement of goals Diversity as something that can help the 
library achieve its goals 
    A focus of ALA/ACRL* States that diversity is a focus of ALA 
and/or ACRL 
ACRL Diversity Alliance Member* States that the library is an ACRL Diversity 
Alliance Member 
Links to resources* Links provided to library and/or university 
resources related to diversity 
Library As  
Acting towards Describes actions the library takes towards 
Diversity 
Possessor Identifies library as the possessor of 
Diversity 
Provider Recognizes the library as a provider of 
opportunity 
Acknowledging  Recognition of past 
discrimination/exclusion of certain peoples 
from the library 
Statement Focus (Quantitative Analysis)  
Library/librarian*  
University  
Diversity/diverse  
Inclusive/inclusion  
(In)Equity*  
 
 
1.7 Limitations 
The study focuses only on academic libraries from schools with ALA accredited 
library science programs. There are many other libraries from public and private schools 
of all sizes and demographics that will not be examined. In addition, I am familiar with 
my own University Library’s Diversity Statement. Even though I changed its name, I am 
still able to recognize it. 
Content analysis is strongest when combined with other method(s) that investigate 
people (Krippendorff, 2004; Neuendorf, 2002).  This study does not directly examine the 
effects of the statements on library employees and patrons.  
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Results 
1.8 Diversity Themes 
Two themes were found in more than half of the Academic Library Diversity 
Statements: Reasons for Diversity and Categories of Diversity (see Table II for Diversity 
Themes). Reasons for Diversity was the most common theme overall with 82% (n=14) of 
the Statements included at least one reason for diversity. Most, 41% (n=7), listed only 
one reason. None of the statements included more than three reasons. The second most 
common theme was Categories of Diversity, of which 71% (n=12) of the Statements 
included.  
The final three themes were found in less than half of the Diversity Statements. 
Identification of Diversity and Links to Resources were both found in 47% (n=8) of 
statements, and the theme of ACRL Diversity Alliance Member was included in 35% 
(n=6) of Statements. 
 
8
12
14
6
8
0 5 10 15
Identificaiton of diversity
Categories of diversity
Reasons for Diversity
ACRL Diversity Alliance Member
Links to resources
Table II: Diversity Themes
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The Reasons for Diversity theme was broken down to five specific reasons (see 
Table III for Reasons for Diversity). Percentages are out of the total number of statements 
(n=17) rather than the number of statements that included at least one reason (n=14). 
Diversity as a Value of the Library was the only reason that over half of the Statements, 
53% (n=9), included. Positive Consequences was the second most common at 35% (n=6). 
Diversity will help Achieve Goals was third: 29% (n=5).  18% (n=3) of Statements noted 
that diversity was A Value of the University. No Statements noted that diversity would 
help Avoid Negative Consequences.  
 
 
 
1.9 “Library As” Themes 
The Library As theme had four possibilities (see Table IV for “Library As” 
themes). Over half the statements presented the library as a Provider of opportunity 
(76%, n=13), and over half presented the library as Acting Towards diversity (65%, 
n=11). The other two possibilities were found in less than half of the statements: 
6
3
9
1
0
5
0 2 4 6 8 10
Positive Consequences
 A value of university
A value of library
A focus of of ALA/ACRL
Avoidance of negative consequences
Achievement of goals
Table III: Reasons for Diversity
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Acknowledging Past Discrimination and Exclusion was in 24% (n=4) of Statements, and 
18% (n=3) indicated the library was a Possessor of Diversity. 
 
 
1.10 Statement Focus 
Six terms were used quantitatively to determine the focus of the Diversity 
Statements. All Statements used the terms (or variations of the terms) Library, 
University, and Diversity at least one time (100%). All but one statement used the term 
Inclusion at least once (94%, n=14).  (In)Equity was used at least once by 76% of 
Statements (n=13). Only 24% (n=4) of Statements used Social Justice at least once time. 
Of the of the four Statements that used the term, only one Statement used it more than 
once (it appeared 4 times). 
Over half the Statements were Diversity focused (59%, n=10) (see Table V for 
Statement Focus). 41% (n=7) of statements were Library focused. 12% (n=2) were 
University focused. In two cases, two terms tied for highest number of times used. For 
one statement, it was Diversity and Library. In another statement, Diversity and 
11
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Acting Towards
Diverstiy
Possessor of Diversity Provider of
Opportunity for
Diversity
Acknowledging Past
Discrimination and
Exclusion
Table IV: "Library As" Theme
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University tied. In these cases, I counted both words as a focus, so percentages add up to 
more than 100%. 
 
 
Discussion  
Starting with the big picture, out of 61 institutions with ALA Accredited Library 
and Information Science programs, only 17 (27%) of their libraries had Diversity 
Statements available publicly on the library website. I recognize that some libraries may 
have an internal Diversity Statement that has not been made public. However, inadequate 
dissemination limits the effectiveness of a Diversity Statement. A Diversity Statement 
that is easy to find on the Library website is key because it provides clear communication 
to the public and keeps institutions and people accountable.  
 
1.11 Diversity Themes 
The most common theme in academic library Diversity Statements is Reasons for 
Diversity. Reasons drive the statement, giving it purpose and momentum. The two most 
Library 7
University 2
Diversity 10
Table V: Statement Focus
Library University Diversity
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cited reasons were that diversity is a Value of the Library and that diversity results in 
Positive consequences. These are significant because most statements only included one 
reason for diversity while none included more than three.  
The Libraries were not the only entities that valued diversity. A few Library 
Statements noted that diversity was a Value of the University and/or a Focus of the 
ALA/ACRL. Furthermore, some Diversity Statements included the theme of listing 
themselves as an ACRL Diversity Alliance Member, and in the quantitative analysis of 
this study, some statements were more focused on the Library or the University than they 
were focused on Diversity. This suggests that because academic libraries are built to 
support a University, and when they are members of professional organizations, they 
must also consider their mission towards diversity in a larger context. This can be good 
when there is more support and momentum for diversity in the library, but it can also 
diffuse accountability. When agencies are social actors, there is less responsibility placed 
directly on people who are able to make changes and decisions. “The Library” as an actor 
towards diversity is vague enough, but when “the University” and “the ALA/ACRL” are 
actors, it is more difficult to identify who is able to enact change and make decisions that 
further diversity in the Library.  
No Library Diversity Statements noted that a reason for diversity was to Avoid 
negative consequences. This points to diversity as a positive thing in every way, however 
it suggests that there are no repercussions for not working towards diversity.  
Most statements included Categories of Diversity and many Identified Diversity. 
It is important to include Categories because it establishes who is considered diverse and, 
just as importantly, who is not. Therefore, it establishes who the Statement can benefit 
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and who it excludes. However, some of the statements interpreted Categories of Diversity 
and Identification of Diversity as the same concept.  They stated their definition of 
diversity as categories of people considered diverse. For example, the University of D 
Library “purposefully [defines diversity] broadly as encompassing but not limited to, 
individuals’ social, cultural, mental and physical differences.” This is supposed to be a 
definition, but it is a list of categories of people. University of L Libraries separates the 
two by first defining “diversity as the vibrant variety of human characteristics that 
combine to shape each one of us.” The statement then identifies the characteristics to 
“include not only the familiar categories of race, ethnicity, gender and sexual orientation, 
but also: age, cognitive style, disability, economic, educational and geographic 
background, languages spoken, marital status, political affiliation, religious beliefs and 
more.” This suggests that there is no consensus on how to define and categorize diversity.  
It is important for libraries to consider all the groups they serve, which includes 
those they see regularly, and those who are part of their community but who are not 
benefiting from library services. Identifying a definition of diversity and recognizing 
categories of diverse people can help the library focus on specific groups, and make sure 
all members of their community are included.  
Finally, many statements included Links to Resources. Libraries are taking 
advantage of the online platform through which they disseminate their Diversity 
Statements. Links are found in the body of the statement and in lists at the ends of 
statements, and the links include related Library and University resources, research 
guides, reports and strategic plans, and awards and fellowships.  This supports the 
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Statement and gives agency to readers. The readers can follow those pathways to seek 
more information and, if needed, take some action. 
 
1.12 “Library As” Themes 
Most statements included the following two Library As themes: the library as a 
Provider of Opportunity for Diversity and the library as Acting Upon Diversity. Diversity 
statements are meant to further action, so these themes make sense to have in a 
Statement. However, libraries need to be careful of the limitation of the library as an 
agent of change more so than individuals in the library community.  
Very few Statements were Acknowledging of past discrimination/exclusion, and 
the Statements that were acknowledging, they varied in levels of specificity.  University 
of I Libraries gave a general acknowledgement of discrimination, then committed to 
countering it in their organizational mission. The University of H Libraries, 
acknowledged past discrimination in libraries specifically. University O Libraries 
acknowledged a specific incident that occurred on their campus. University M Libraries 
notes that the “University Libraries embodies the concept of diversity,” and that 
“diversity acknowledges the elimination of discrimination and acceptance of difference.” 
Acknowledgement provides a point from which progress can be made. 
Very few Statements indicated that the library was a Possessor of Diversity. 
Unlike Acknowledging Diversity, Possessing Diversity does not provide a point from 
which the Library can move forward. When Statements claim that they currently possess 
diversity, it creates the impression that diversity has already been achieved, so no further 
work needs to be done. University M, as noted in the above paragraph, is a good example 
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of possessive language. They state that their Libraries already embody diversity. Even 
though they acknowledge discrimination by claiming that the Libraries already embody 
or possess diversity, it stagnates the need for further action. It is a good thing that so few 
Statements have this theme, but it is still problematic that any are already possessors of 
diversity. 
1.13 Statement Focus 
The majority of the Diversity Statements are diversity focused, but there are a 
significant number that are more focused on the Library or the University. Of the 
Statements that were not diversity focused, more were centered on the Library than on 
the University. This suggests that there are many levels of power relations at play. 
Focusing on the library first makes diversity the library’s mission, but the library is an 
organizational entity not a person who can take action. The same goes for the University. 
Focusing on diversity first gives agency to more individuals. It makes diversity 
everyone’s mission, not just the Library or University entity.  
 
Conclusion 
Diverse and inclusive academic library communities are important because the 
library supports the whole campus through its collections, instruction, and other services. 
It must serve students, faculty, staff, and other researchers with various goals and levels 
of experiences. Diversity statements are a way to keep diversity at the forefront of library 
activities and convey values of and reasons for diversity to the wider community. 
However, despite the need for diversity, this study shows that the vast majority of 
academic libraries with ALA accredited programs in library and information science do 
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not have diversity statements. The diversity statements that are available expose levels of 
power relationships between the Library, the University, and related professional 
organizations such as ALA and ACRL, all of who value and provide opportunities for 
diversity. Nearly half of the Statements focus more on the Library or University than they 
do on diversity. Absent Statements and a focus on the Library or University instead of 
diversity and inclusion communicate that even though diversity may be a stated value, it 
is not necessarily a focus of the library. This can result in the stagnation of movement 
towards diversity, which is problematic because the library will continue to fail to reach 
certain groups on campus. However, a new element of library diversity statements, the 
inclusion of links other library and campus resources, is a positive addition to Diversity 
Statements. The links can connect patrons to information and support systems that the 
statement itself cannot provide. There is still much more work to be done in terms of 
writing and disseminating library diversity statements. 
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APPENDIX A – LIST OF INSTITUTIONS OFFERING ALA-
ACCREDITED MASTER’S PROGRAMS IN LIBRARY AND 
INFORMATION STUDIES, JANUARY 16TH, 2019 
 
Alabama, University of 
Albany, State University of New York 
Alberta, University of 
Arizona, University of 
British Columbia, University of 
Buffalo, State University of New York 
California - Los Angeles, University of 
Catholic University of America 
Clarion University of Pennsylvania 
Dalhousie University 
Denver, University of 
Dominican University 
Drexel University 
East Carolina University 
Emporia State University 
Florida State University 
Hawaii, University of 
Illinois, University of 
Indiana University - Bloomington 
Indiana University – Purdue University, Indianapolis 
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Iowa, University of 
Kent State University 
Kentucky, University of 
Long Island University 
Louisiana State University 
Maryland, University of 
McGill University 
Michigan, University of 
Missouri-Columbia, University of 
Montreal, University of 
North Carolina - Chapel Hill, University of 
North Carolina - Greensboro, University of 
North Carolina Central University 
North Texas, University of 
Oklahoma, University of 
Ottawa, University of 
Pittsburgh, University of 
Pratt Institute 
Puerto Rico, University of 
Queens College, City University of New York 
Rhode Island, University of 
Rutgers University 
San Jose State University 
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Simmons University 
South Carolina, University of 
South Florida, University of 
Southern California, University of 
Southern Mississippi, University of 
St. Catherine University 
St. John's University 
Syracuse University 
Tennessee, University of 
Texas - Austin, University of 
Texas Woman's University 
Toronto, University of 
Valdosta State University 
Washington, University of 
Wayne State University 
Western Ontario, University of (Western University) 
Wisconsin - Madison, University of 
Wisconsin - Milwaukee, University of 
